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ABSTRACT 

 

Jobisatisfactioniisitheidegreeitoiwhichiemployeesifeelipositivelyiorinegativelyiaboutitheiriwork.iItiiisi

aniattitudeioriemotionaliresponseitoione'sitasksiasiwelliasitoitheiphysicaliandisocialiconditionsiofithei

workplace.iJobiisatisfactioniisiidefinediiandimeasurediiwithiireferenceitoiivariousifactorsiofiitheijob.iHi

ghiemployeeisatisfactioniisicorrelateditoiloweristaffiturnoveriandihigherijobiperformance. 

 

Thoughithereiisinoiconclusiveievidenceithatijobisatisfactioniaffectsiproductivityidirectlyisinceiprodu

ctivityidependsionisoimanyivariables,iitiisistilliaiprimeiconcerniforimanagers.iItiisioftenisaidithati"iAih

appyiemployeeiisiaiproductiveiemployee.i"i 

Jobisatisfactioniisiveryiimportantibecauseimostiofitheipeopleispendiaimajoriportioniofitheirilifeiatithei

riworkingiplace.iMoreover,ijobisatisfactionihasiitsiimpactionitheigeneralilifeiofitheiemployeesialso,ib

ecauseiaisatisfiediemployeeiisiaicontentediandihappyihumanibeing.iAihighlyisatisfiediworkerihasibett

eriphysicaliandimentaliwellbeing.iTheistudyitriesitoievaluateihowipandemiciconditionsihereiCOVID'

19iaffectitheisatisfactionileveliofiemployeesi.Itiassessesihowifariremoteiworkingiandiflexibilityiinithei

organizationimotivateitheiemployeesiofiaicompany.iTheistudyialsoiattemptsitoianalyzeitheiopinioniof

iemployeesitowardsitheiworkingilifeiduringiCOVID'19. 

TheiexaminationiwasifinishedibyidisseminatingiGoogleipollitoitheiemployeeifromivariousiindustryii

niIndia.iTheipolliresultsishowithatithereiisiaihugeirelationshipibetweeniemployeeisatisfactioniandiwor

kingicondition.iIiearnestlyitrustedithatitheidiscoveriesicouldihelpitoishowitheineariconnectionibetwee

niemployeeisatisfactioniandiCOVID'19iiniIndia. 

 

 

 

 

 

 

 

 

 

https://blog.hubstaff.com/remote-employee-retention-strategies/
http://panglossinc.com/JS-JP%20published.pdf
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CHAPTER1:iINTRODUCTION 

1.0iIntroduction 

 

 

Thisichapteriwillihelpiinifurnishingiwithiaireviewidiagramiofithisiresearch.iAiresearchifoundationian

diissueiproclamationihasibeeniattracteditoiknowitheifundamentaliinformationionitheiresearch.iTheires

earchidestinationsiandiadvantagesirelatediareirecognizedianditalkediabout.iIniconclusion,iresearchiq

uestioniandispeculationiofitheiexaminationihaveibeenireadiedianditheseigaveiresearchianiunmistakab

leiruleitoigoibeforeitheiresearchitoitheifollowingichapter. 

EmployeeisatisfactioniorijobisatisfactioniisioneiofitheikeyigoalsiofialliHRipersonneliirrespectiveiofiw

hatitheiriindividualiKRAsiare.iAisatisfiediemployeeiisinotijustiairetainediemployeeibutianiambassado

riforitheibrand,iinternallyiandiexternally.iSheicanihelpidispelitheiapprehensionsiofiothersiandicanidefe

nditheicompany.iHappyiemployeesiareimoreiloyalitoitheicompanyiandiitsiobjectives,itheyigoitheiextr

aimileitoiachieveigoalsianditakeiprideiinitheirijobs,itheiriteamsianditheiriachievements. 

Theimajorityiofiorganizationsiviewijobisatisfactioniasidependentioni2ithingsi–

isalaryiandi‘recreationaliactivities’.iWhatimattersiisihowiHRiunderstandsitheineedsiofiitsiemployeesia

ndiwhatiitidoesitoileverageiemployeeineedsitoicompanyigoals. 

Someifactorsimatterimostitoiemployeesiwheniiticomesitoisatisfaction,ilikeihowiitirespectsiemployees

,iwhetheripeopleicanitrustiseniorimanagement,ihowisecureiandiclearitheiricareeripathsiareiandioficour

se,ihowifairlyiitipaysithem.iOrganizationsithati‘invest’iinitheseifactorsibecomeiexperientialiorganizat

ionsiandiwitnessilong-termigains. 

Employeeisatisfactionineedsitoibeitreatediwithibothishortiandilongtermivisions.iInitheishortiterm,iitiisi

directlyilinkeditoiattritioniandiemployeeorganizationimatch.iItiisiimportantithatipeopleiperceiveitheic

ompanyiiniaipositiveilightiinitheiriearlyidaysiofiemployment,ielseiitiwouldinotitakeilongiforithemitoilo

okiforiaichange.iInitheilongiterm,iitiisimoreidamagingiwhenianiemployeeiisinotisatisfiedibuticontinuesi

toiworkiwithianiorganizationidueitoiotherireasons.iTheiemployeeistartsitoilookiforireasonsitoidislikeit

heicompanyimore.iForiexample,iifiaibadiappraisaliisitheicoreireasonibehindiheridisappointment,itheie
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mployeeimightitheniperceiveithatithereiisifavoritismiorithatitheicompanyidoesinotitreatiheriasiaivaluab

leiasset.iSuchiimpressionsicorrodeitheivalueianiemployeeiplacesionitheicompanyiandithisigetsiproject

ediextrinsically,iofteniamongianiaudienceiwithiwhomitheiequityiofitheiorganizationigetsiaffected. 

Aidissatisfiediemployeeiexpressesiherinegativeiperceptionsimoreiiniexternaliforumsithaniinternalion

es,iforifeariofirepercussion.iAndiwhenianiexistingiemployeeispeaksiilliofitheicompany,iitireducesithei

prospectsiofitheilisteneritoijoinitheicompanyianditheireputationiofitheiorganizationiisiimpacted.iHenc

eiitiisialsoiimportantithatiHRiidentifyisuchiemployeesiandiworkitowardsialleviatingitheiriproblemsian

diconvertinginegativeiimpressionsitoipositiveiones. 

Jobisatisfactioniisiaiveryiimportantipartiofianiemployee’silifecycleiandimotivationitoiremainiloyalitoi

andiemployediwithianiorganization.iAinumberiofiactivitiesioritasksiofianiHRiteamidirectlyioriindirect

lyiinfluenceiemployeeisatisfactionilevels.iThereforeiHRimustialsoirememberithatihowiaicompanyifu

nctionsithroughiitsipolicies,iseniorimanagementiandicultureiwilliimpactihowihappyiemployeesiareian

diwillihelpiitireapifinancial,iculturaliandibrandiequityibenefits. 

Theisurveyicomprisesiainumberiofiquestionsiunderieachiofithei7icategories. 

 

Extrinsicirewardsi 

iTangibleirewardsigivenitoiemployeesi(salary,ibonuses,ietc.). 

 

Supervisoryisupporti 

iHowihappyianiemployeeiisiwithitheiriboss’iperformance. 

 

Rewardifairnessi 

iHowiappropriatelyirewardsiareidistributediamongiemployees. 

 

Autonomyi 

iHowimuchifreedomianiemployeeifeelsitheyihaveiinihowitheyidoitheirijob. 

 

Corporateiimagei– 

Howimuchitheiemployeeilikesitheicompany.i 
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Affinityi– 

Howisupportedianiemployeeifeelsibyiotheriemployers. 

 

Developmenti 

iHowisatisfiedianiemployeeiisiwithitheicareeriprospectsiandiopportunitiesitheicompanyiprovidesi 

them. 

 

Theimosticommoniandiprominentijobisatisfactionitheoriesiare; 

1. Maslow’siNeedsiHierarchyiTheory, 

2. Herzberg’siMotivator-HygieneiTheory, 

3. JobiCharacteristicsiModel, 

4. DispositionaliApproach. 

Theitheoryisuggestsithatihumanineedsiformiaifivelevelihierarchyiconsistingiofiphysiologicalineeds,is

afety,ibelongingness/love,iesteem,iandiselfactualization..Maslow’sineedsihierarchyiwasideveloped 

itoiexplainihumanimotivationiinigeneral..However,iitsimainitenantsiapplyitoitheiworkisettingiandi 

haveibeeniuseditoiexplainijobisatisfaction. 

Withinianiorganization,ifinancialicompensationiandihealthcareiareisomeiofitheibenefitsiwhichihelpia

niemployeeimeetitheiribasiciphysiologicalineeds.Safetyineedsicanimanifestiitselfithroughiemployeesi

feelingiphysicallyisafeiinitheiriworkienvironment,iasiwelliasijobisecurity.Whenithisiisisatisfied,itheie

mployeesicanifocusionifeelingiasithoughitheyibelongitoitheiworkplace.Thisicanicomeiinitheiformiofip

ositiveirelationshipsiwithicolleaguesiandisupervisorsiinitheiworkplace.Onceisatisfied,itheiemployeei

williseekitoifeeliasithoughitheyiareivaluediandiappreciatedibyitheiricolleaguesianditheiriorganization.i
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Theifinalistepiisiwhereitheiemployeeiseeksitoiselfactualize;iwhereitheyineeditoigrowiandidevelopitoib

ecomeieverythingitheyiareicapableiofibecoming. 

ProcessiTheory 

Process theory describes the process of how behavior is energized, directed, sustained, and 

stopped. Process theory sees job satisfaction as being determined notionly by the nature of the 

job and its context within the organization but also by the needs, values, and expectations that the 

individuals have about their job.i 

Thereiareithreeisubtheoriesiofiprocessitheoryihaveibeenideveloped.iTheseiareitheitheoryibasedionithei

discrepancyibetweeniwhatitheijobioffersiandiwhatiisiexpected,itheoryibasedioniwhatiani 

individualineeds,ianditheoryibasedioniwhatitheiindividualivalues. 

Motivator-HygieneiTheory 

Herzberg’siMotivatorHygieneiTheoryisuggestsithatijobisatisfactioniandidissatisfactioniareinotitwoio

ppositeiendsiofitheisameicontinuum,ibutiinsteadiareitwoiseparateiand,iatitimes,ieveniunrelatediconcep

ts.i‘Motivating’ifactorsilikeipayiandibenefits,irecognitioniandiachievementineeditoibeimetiforianiemp

loyeeitoibeisatisfiediwithiwork.iOnitheiotherihand,iatitheiabsenceiofi‘hygiene’ifactorsi(suchiasiworkin

giconditions,icompany,ipolicies,iandistructure,ijobisecurity,iinteractioniwithicolleaguesiandiqualityio

fimanagement)iemployeesiwillibeidissatisfiediwithitheirijobs. 

ReferenceiGroupiTheory 

Referenceigroupitheoryigaveiriseitoitheithoughtithatiemployeesicompareitheiriinputsiandioutputsifro

mihis/herijobitoiothers,isuchiasihis/herifriends,icoworkers,iandiothersiinitheiindustry.iTheorists,isuchi

asiHuliniandiBloodi(1968)ihaveiarguedithatitheiunderstandingiofitheigroupsitoiwhomitheiindividualsi

relateiisicriticalitoiunderstandingijobisatisfaction. 
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DiscrepancyiTheory 

AnotherinameiofiDiscrepancyiTheoryiisi“AffectiTheory”iwhichiisidevelopedibyiEdwiniA.iLockeiini1

976iandiisiconsidereditheimostifamousijobisatisfactionimodel.iManyitheoristsihaveitrieditoicomeiupi

withianiexplanationiforiwhyipeopleifeelitheiwayitheyidoiiniregardsitoitheirijob.iLockeidevelopeditheii

deaiknowniasidiscrepancyitheory.iThisitheoryisuggestsithatiaiperson’sijobisatisfactionicomesifromiw

hatitheyifeeliisiimportantiratherithanitheifulfillmentiorinotiofitheirineeds.iAiperson’siimportanceiratin

giofiaivariableiisireferreditoiasi“howimuch”iofisomethingiisiwanted.iDiscrepancyitheoryisuggestsithat

idissatisfactioniwillioccuriwheniaipersonireceivesilessithaniwhatitheyiwant. 

JobiCharacteristicsiModel 

TheiJobiCharacteristicsiModeli(JCM)iexplainsithatijobisatisfactionioccursiwhenitheiworkienvironme

ntiencouragesiintrinsicallyimotivatingicharacteristics.iFiveikeyijobicharacteristics;iskillivariety,itaski

identity,itaskisignificance,iautonomyiandifeedback,iinfluenceitheseipsychologicalistates.iSubsequen

tly,itheithreeipsychosocialistatesithenileaditoiseveralipotentialioutcomes,iincludingijobisatisfaction.iT

hereforeifromianiorganizations’ipointiofiview,iitiisithoughtithatiimprovingitheifiveicoreijobidimensio

nsiwillisubsequentlyileaditoiaibetteriworkienvironmentiandiincreasedijobisatisfaction.iTheseicanibeic

ombineditoiformiaimotivatingipotentialiscorei(MPS)iforiaijob,iwhichicanibeiusediasianiindexiofihowili

kelyiaijobiisitoiaffectianiemployee’siattitudesiandibehaviors. 

DispositionaliApproach 

AnotheriwellknownijobisatisfactionitheoryiisitheiDispositionaliTheory.iItiisiaiveryigeneralitheoryitha

tisuggestsithatipeopleihaveiinnateidispositionsithaticauseithemitoihaveitendenciesitowardiaicertainilev

eliofisatisfaction,iregardlessiofione’sijob.iThisidispositionaliapproachisuggestsithatijobisatisfactioniisi

closelyirelateditoipersonality.iTheievidenceiforithisiapproachicanibeidividediintoiindirectistudiesiandi

directistudiesi.Judgeiandicolleaguesihaveirevieweditheseiareasiinigreateridetail.iTheiindirectievidenc
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eicomesifromistudiesithatidoiriotiexplicitlyimeasureipersonality.iThisieveniincludesisignificantiempl

oymentichanges,isuchiasichangesiiniemployeriorioccupation. 

Theiindirectistudies,ihowever,iareivulnerableitoiseveraliimportanticriticisms,inamelyithatiotheri 

unaccountedifactorsimightibeicontributingitoijobisatisfactionilevels.Mostiprominently,ithereiis 

iresearchievidenceithatiselfiesteem,iselfefficacy,iemotionalistabilityiandilocusioficontrolicomprisei 

roadipersonalityiconstruct,iwhichicontributesitoibowianiindividualisees. 

 

Aireviewiofi169icorrelationsibetweenieachiofifouriaffectiveiconstructsi(i.e.,iselfesteem,iselfefficacy,i

emotionalistabilityiandilocusioficontrol)iandijobisatisfaction,ifoundithatiasiself-

reportedilevelsiofiselfesteem,iselfefficacy,iemotionistabilityiandilocusioficontroliincreasedisoididijobi

satisfaction. 

Similarly,iinvestigationsiintoitheilinkibetweenitheifivefactorimodeliofipersonalityiandijobisatisfactio

nirevealedineuroticism,iconscientiousness,iandiextraversionitoihaveimoderateirelationshipsiwithijobi

satisfactioni.Peopleitenditoievaluateitheiriworkiexperiencesiinitermsiofilikingioridislikingitheirijobs 

iandidevelopifeelingsiofisatisfactionioridissatisfactioniregardingitheirijob,iasiwelliasitheiorganizationi

iniwhichitheyiwork. 

Manyiprobableiinfluencesiaffectihowifavorablyianiindividualiappraisesihisioriherijob.iThisiisialsoiim

portantiforitheiorganizationitoiretainivaluediemployees.iForithisireason,ithroughiyearsiofiextensiveire

search,iPsychologistsihaveiidentifieditheitheoriesithatihelpitoimeasureitheileveliofijobisatisfactioniofit

heiemployees. 

The focus of this study is to identify the factors that influence employee satisfaction and 

performance, with a view of helping business managers to attract, motivate and retain their 

employees in the long  term. 
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Employeeisatisfactionihasiaidirectibearingionibehavioriinitheiworkplace,iwithiaigoodileveliofiemploy

eeisatisfactioniimprovingitheiretentionirateiofiemployeesiandiminimizingirecruitingianditrainingiexp

enses.iSatisfiediemployeesiperformitheiritasksibetter,iandilongtermiemployeesiusuallyihaveiaigreater

ileveliofiskilliandiexpertise,ibothiofiwhichileaditoiincreasediperformance.iSinceihighiemployeeisatisf

actionicanibeiseenitoileaditoismoothioperationsiinitheiworkplaceiandiresultiinihigheriprofits,iitiisicruci

aliforimanagersitoiunderstanditheikeyifactorsithatiincreaseiemployeeisatisfactioniand,itherefore,iperf

ormance.iThisistudyiwillipotentiallyiassistihumaniresourcesidepartmentsianditopimanagementiiniJor

danianiindustryitoifocusitheirieffortsionitheifactorsithatimostiinfluenceiemployeeisatisfactioniwhichid

irectlyiaffectijobiretentioniandiemployeeiturnover.iByistudyingitheifactorsiofiwages,iorganizationalic

ulture,ibenefits,istress,itrainingiandidevelopment,ipromotionisystem,iandijobisecurity,iweiwillibeiabl

eitoideduceitheipercentageiofiinfluenceiforieachifactor.i 

 

Aisurveyihasibeenicarriedioutiamongiemployeesitoipinpointitheirealityibehindijobisatisfactioniandihi

ghiperformance,ialsoitakingiintoiaccountihowitheiemployee’siage,ieducationilevel,ijobiposition,iandit

ypeiofijobiaffectiattitudesitowardiworkiduringiCOVID'19. 

 

1.1iResearchiBackgroundi 

 

TheitermiJobisatisfactioniisifurnishediasitheiattitudeioficontent,ianiemployeeipossessesiinihisi 

oriiheriicurrentipositioniiinianiiorganization.iIniitheilastiifewidecades,iiaiinumberiofiischolarlyi 

studiesihaveiibeeniconductediusingitheiworkers’isatisfactioniasiaicentraliresearchivarAble.iIti 

hasiitoiibeiiregardediiasiianiiobligatoryiiattributeiiwhichiiisiiveryiifrequentlyiimeasurediibyi 

organizationsiiiniiorderiitoiiensureiitheiiexistenceiiofiianiiaffectionateiiapproachiiofiiemployeesi 

towardsiitheiidutiesiiandiiresponsibilitiesiitheyiidealiiwith.iiDespiteiiofiitheiiworld-

wideiiurgesiiforiconsideringiemployeesiasiaihumaniassetiofitheiorganization,itheiprevailingiscenarioi

ofiprofitiorientediibusinessiiisiinetheriiprovidingiiaiifairiiremunerationiisystemiinoriiextendingiiwelfarei 

orientediimoveiitowardsiiitsiiemployees,iioften.iiTherefore,iitheiiturnoveriirateiihasiialarminglyi 

increasediiiniimostiiofiitheiiindustriesiiiniialliitheiilevelsiiofiiemployments.iiHereiicomesiithei 

significanceiofiiguaranteeingiiaileveliheadedistateiofijobiisatisfactioniamongitheiemployeesiofi 

anyiorganization,iwhichiiniturnimayilandiiniorganizationalieffectiveness.iii 
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Zain, Ishak and Ghani (2009) illustrate the factor of job satisfaction as being constituted of by  

employees’ thoughts, feelings, interactions and performance. On the basis of Hawthorne 

studies, Glenn Bassett (2004) articulates the working hypothesis of the human relations 

movement in management has consistently proposed that the satisfied worker is a productive 

one. Over the recent years, researches are moving in the reverse direction, inferring that  

employee performance influences job satisfaction (Bassett, 2004: 1). 

 

(Locke,ii1976;iiSpector,i1997)iidefinesiiJobiisatisfactioniiasiinothingiibutiaiipositiveiiemotionali 

stateiiresultingiifromiitheiipleasureiiaiiworkeriiderivesifromiitheiijob.ii(Kalleberg,ii1977;iiMercer,i 

1997;iWrightiandiCropanzano,i1997;iWongiet.al.,i1998)itreatsiJobisatisfactioniasitheiattitude,i 

bothiaffectiveiandicognitive,ibeingipossessedibyianiemployeeiinirespectiofitheiwholeiaspectsi 

ofiitheiriiwork,iitheiilatteriiimplyingiithatiisatisfactioniiisiirelateditoiitheiicomponentiifacetsiiratherithan 

itheiwholeijob,iwhichiisiconsistent,iSpectori(1997). 

 

Jobisatisfactionidescribesitheifeelingsiattitudesioripreferenceiofiindividualsiregardingiwork.iItiindica

tesihowicontentianiindividualiisitowardsihisioriheriwork.iPositiveiandifavorableiattitudeitowardsitheij

obiindicateijobisatisfaction,iNegativeiandiunfavorableiattitudeiindicateidissatisfaction.iThisistudyiso

ughtitoidetermineifactorsiinfluencingijobisatisfactioniamongiemployeesiiniIndiaiduringiCOVID'19. 

 

Theistudyifocusedionitheifeelings,iattitudesiandipreferencesiofiemployeesiinitheideterminationiofithei

factors.iAitotaliofioneihundredianditeniemployeesiwereitargetediwithiaisampleipopulationiofi150iemp

loyees.iDescriptiveisurveyimethodiwasiuseditoicollectidata.iThisistudyiisibasedioniMaslow’sihierarc

hyiofineedsitheoryiandisupportedibyiotheritheoriesiasiwillibeimentioned.i 

 

Employeeirewardianothericomponentiofijobisatisfactioniisiaboutihowipeopleiareigiveniappreciationia

siaireturniforidoingisomethingigoodiorivaluableitoitheiorganization.iMotivationidealsiwithi‘why’ipeo

pleibehaveithinkiandifeelitheiwayitheyido.iThisimeansimotivatedibehavioriisiusuallyienergized,idirect

ediandisustainedithroughirewards.iTheiexplanationiforimotivationiintegratesibiological,icognitiveian

disocialiinfluences;ijobisatisfactionionitheiotherihandiisiaisetiofifavorableioriunfavorableifeelingsiandi

emotionsiwithiwhichiemployeesiviewitheiriwork.iItiisianiaffectiveiattitude,iaifeelingiofirelativeilikeior

idislikeitowardisomething,iwhichiconsistiofifeelings,ithoughtsiandiintentionsitoiact.iEmotionsiareima
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deiupiof,iphysiologicaliarousaliandibehavioraliexpressioniandiinvolveisocialicontextsiasiwelliasirelati

onships.iGenderidifferencesiareimoreilikelyitoioccuriinisuchicontextsithatiemphasizeisocialirolesiandi

relationshipiinitheiworkplace.i 

 

Manyiresearchersiandiadministratorsihaveinoticeditheiimportanceiofijobisatisfactionioniaivarietyiofio

rganizationalivariablesi(Kreisman,i2002).iDissatisfiediemployeesiareilikelyitoileaveitheirijobs,ithusiu

nderstandingiofiemployeeijobisatisfactioniandiitsicontributingivariableiareiimportantiforianyiorganiz

ationitoiexistiandiprosperi(Majidi,2010).iSimilarlyiOplatkai&iMimon,i(2008)inotedithatitheiprincipal

ireasoniasitoiwhyijobisatisfactioniisitoiextensivelyiresearchediisithatiitirelatesitoisignificantiassociatio

niwithilifeisatisfactioni(Buitendachi&iDewitte,i2005),iorganizationalicommitmenti(Cullinah,i2005)i

andijobiperformancei(Buitendanchi&iDewitte,i2005)iAinumberiofimotivationalitheoriesiexplainihow

irewardsiaffectitheibehavioriofiindividualsianditeams.i 

 

Thereiareiiniexistenceitwoitypesiofitheories:ithei‘content’iandithei‘process’iapproaches.iTheicontenti

approachiisiassociatediwithiauthoritiesisuchiasiAbrahamiMaslow,iFredrickiHerzbergiandiDavidiMc

Clellandiandiisineedsibased.iTheyiassumeithatiallihumansihaveidefinableineedsi(e.g.imoney,isocialilif

e,iselfiesteem,ipower,ie.t.c)iandithatimotivationiinitheiworkplaceifollowsiwhenitheseineedsiareisatisfi

ed.iInitheiriview,ijobisatisfactioniisiusuallyitheiresultiofimeetingitheseibasicineeds. 

 

Theialternativeitraditioni(thei‘process’iapproach)istartsifromiairatheridifferentisetiofiassumptions.iHe

re,imotivesiareinetheripredefinedinoriuniversal,ibuticanibeicreatediinitheiworkplace.iHenceiouriaction

siareilessideterminedibyiourineeds,iandimoreibyiouriresponsesitoitheiopportunitiesiprovidediforiusiati

work.iTheimostiinfluentialitheoriesihereiareithose,iwhichirelateitoigoals,iexpectancyiandiequity.iAires

earchicarriedioutibyiSHRMi2007i(SocietyiforiHumaniResourceiProfessional)iiniUSA,itoitopifiveicon

tributorsitoijobisatisfactioniwereijobisecurity,icommunicationibetweeniemployeesiandiseniorimanag

ement,ibenefitsiflexibilityitoibalanceiworkiandilifeiissuesiandifeelingisafeiinitheiworkienvironment.i 

 

AccordingitoiaistudyiconductedibyiDaljeet,iManoj,i&iDalvinder,i(2011)ionifactorsiinfluencingiempl

oyeeijobisatisfactioniiniCementiIndustryiofiChhattisgarhiiniIndiaifoundioutithreeivariablesithatiisienv

ironmentali(stressiandiworkiconditions),iorganizationalifactorsi(fairirewarding,ipromotioniandioppo



 

10 
 

rtunities)iandibehavioralifactorsi(adequateiauthority,isalaryiandisupervisors)ihasiaipositiveiimpaction

ijobisatisfaction..i 

 

AiresearchiconductediiniChukaiUniversityiiniKenyaioniemployees’isatisfactioniandiworkienvironme

ntibyiPeakiNetworkiConsultantsiLtd,i(2011)iamongi50iemployeesiwhichiconstitutediofiseniorimanag

ement,isupervisoryistaff,iteachingistaffiandinoniiteachingistaff.iItirevealediclearlyithatitheseiemploye

esiwereidissatisfiediwithicommunication,iitiwasithereforeiimportantiforimanagementitoiensureismoo

thiflowiofibothiupiidowniandidowniiupiflowiofiinformation.iRegardingiworkienvironment,iemployees

ishowedigreatidissatisfactionionidifferentiaspectsiincluding:iphysicaliworkingiconditionsiandimateri

alsiprovideditoithemitoiperformitheiriwork.iForiemployeesitoibeiproductive,itheimanagementineedsit

oiavailitheirightiequipment,ifacilitiesiandimaterialsiforiemployeesitoifeelirelived.iTheiorganizationish

ouldidevelopicleariguidelinesionideterminingiandiselectingiprospectiveiemployeesiforivariousitraini

ngiandidevelopmentiopportunities.i 

 

Boggie,(2005)imaintainsithatiiniorderitoiprovideigoodiservice,itheiqualityiofiemployeesiisicriticalitoie

nsureisuccess.iItiisiforithisireasonithatitheiareaiofijobisatisfactionibeiexplorediiniorderitoigainiaibetterii

nsightithereof.iThisiwilliprovideiexecutiveimanagersiwithiimportantiinformationitoienableithemitoist

imulateigreaterijobisatisfactioniamongstiemployeesi(Boggie,i2005).i 

 

Employeeiworkiperformanceiusuallyiinvolvesimotivationsiandijobisatisfactionithatistrengthenioriwe

akenithoseitaskiperformancesi(Ngalyukai,1985).iThereiareidifferentiapproachesitoimotivation,ivario

usitypesiofimotivations,iasiwelliasitheifactorsithatiinfluenceijobisatisfaction,iwhichirefersitoiattitudesi

ofiaisingleiemployee.iTheseijobsirelatediattitudesipredisposeianiemployeeitoibehaveiinicertainiwaysi(

Newstrom,&iDavis,i2002).iDefiningimotivationiatiworkiandiestablishingihowimanagersicanibestide

velopiitiinitheiriemployeesihasilongibeeniaimajoriandicentralitopiciofiresearchiforitheispecialistsiinithe

ifieldsiofihumaniresourceimanagement,iorganizationalibehavioriandioccupationalipsychology.iItiisiai

fieldiofistudyicharacterizedibyitheipresenceiofilargeinumbersiofitheories,ivigorousidebatesiandisevera

lidistinctitraditions.iThereiisinoisingleigenerallyiacceptediansweritoitheiquestioniofiwhatimotivatesiusi

toiworkioriwhatimakesiaicertainijobisatisfyingiforiaigiveniindividuali(Redman,&iWilkinson,i2002) 
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Subsequently,ithisistudyiwilliinvestigateitheiimpactiofitheseideterminantsiiniemployeeisatisfactionid

uringiaicriticalitimeiCOVID'19.Itihasibecomeiveryiimportantiforiorganizationitoidetermineitheifactor

sithatiwouldisatisfyitheiemployeesiduringiCOVID'19.Thisistudyifocusesionijobisatisfactioniandiwoul

ditryitoiimpactiofilockdown. 

 

1.2iProblemiStatementi 

 
TheicountryiisibracingiitselfiforiaiperiodiofiextendeditotalilockdowniinitheilightiofitheiCOVID-

19ipandemicispread,ibusinessileadersiareicopingiwithifreshlyiworryingirealizations.iTheilockdowni

mayibeiliftediafterisometimeiibutithere’sinoidenyingithatiweihaveinowienteredianiuncharteredinewipa

radigm,iwherei‘survivingiagainstiodds’ibecomesitheinewinorm.iTheioverallieconomiciimpactiofithei

outbreakiwilliovershadowioperationsiforiyearsitoicome.iButiwhileicompaniesigrappleiwithisurvivalia

ndicustomeriretention,ieveniasistressiandiburnout,ijobiinsecurity,iretrenchment,idownsizing,iemotio

naliandipsychologicalitraumaiassumeicentrestage,iit’siincreasinglyiclearithatirecoveryianditurnaroun

dsitoo,iwillihaveitoibeiaccelerated,ipostitheiimmediateicrisis.iAndiwithiit,itheirealizationithatitheirighti

timeitoiprepareiforirecoveryiisinow. 

 

Itiisiimperativeiforiemployersitoiunderstand,iandiforiHRileadersitoiimpressiuponithem,ithatitheioldi 

commandcentreiconstructsiofimanagementiofiefficiencyicanihardlyibeiexpecteditoisucceed,iwheniev

erythingielseiaroundiusihasichangediirrevocably.iAistrategyiofi“costcutting,irationalizing,idoingimor

eiwithiless”iwillinotibeieffective,iwithiaiworkforceithatiisiincessantlyianxiousiaboutijobisecurity,idem

oralizediabouticareeriandibusinessiprospects,iandidepressediaboutilifeiinigeneral.iGoingiforward,ithei

employer-employeeirelationshipihasitoibeifarimoreiclose-

knit,idyadic,isymbiotic.iNeedlessitoisay,iemployeesimustiembraceiallitheiopportunitiesithaticanihelpi

makeitheimostiofiunstableisituations.iButiemployersiandimanagersihaveianiequaliresponsibilityiinide

signitheiorganization,ibusinessioperations,ijobirolesiandiresponsibilitiesiiniaimannerithatienablesiem

ployeesitoidoimeaningfuliwork,iwhileiremainingipositiveipsychologically.iMoreithaniever,itherefore

,ialongsideitechnologyiandiprocessiinnovations,ianiinvestmentiiniemployeeiwell-

beingineedsitoiunderscoreibusinessiturnaroundistrategies. 

 

Givenitheicurrenticircumstances,ihowever,ithereiwouldibeiaitrade-offibetweenitheibenefitsiofiwell-
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beingiandioperationaliexpediency.iAi“relaxed”ijob,iwhichientailsilowidemandsiandihigherileveliofico

ntrol,idoesinotiprovideiemployeesiwithiintrinsicimotivation.iLikewise,i“highistrain”ijobsithatiinvolve

ihighidemandsiandilowicontrol,iareilikelyitoioverwhelmiemployeesiandiencourageiaiformiofihelpless

nessithaticaniundermineiemployees’isenseiofimasteryioveritheirijobs,iandidissuadeithemifromioptimi

zingicurrentiskillsioridevelopinginewiones.iFinally,iai“passive”ijob,iwhichicombineilowidemandsioni

skillsiwithilowicontrolioveritasks,idoesinotiencourageiskillidevelopmentiandiinstead,icaniresultiiniem

ployeeihelplessness. 

 

Theievidenceiisithatihigherilevelsiofijobicontroliareiassociatediwithiincreasesiinijobisatisfactioniandid

ecreasedidepression,iwhereasihigheridemandsiofiskillsiandicompetencies,iindependentiofiadequateic

ontrolitenditoibeicorrelatediwithiincreasedianxiety.iInitheiCOVIDiparadigm,iwhileiemployersiwillibei

hardipresseditoigetibusinessesibackionitheiroad,iit’siunlikelyithaticurettingi“active”ijobsiwillibeitopion

itheirilist.i 

 

Amidicostcuttingiefforts,i“relaxed”iasiwelliasi“passive”ijobsiwillialmosticertainlyigetiloadediwithiad

ditionalitasks,iwhich,iwhileiincreasingidemandiforideliverables,iwon’tinecessarilyicomeiwithianiacc

ompanyingileewayioficontrol.iInitimesioficrisis,itheishiftiwillilikelyitoibeitowardsi“highistrain”ijobs,il

eadingitoihigherilevelsiofistressiandianxietyiinitheiworkforce,iiniturniadverselyiaffectingiproductivity 

 

1.3iResearchiObjectivesi 

 

1.3.1iGeneraliObjectivesi 

 

IdentifyingitheifactorsiwhichiaffectitheijobisatisfactioniduringiglobalipandemiciCOVID'19. 

i 

1.3.2iSpecificiObjectivesi 

 

• To find out the relationship between significant flexibility at work and job satisfaction. 

• To find the impact of communication from managers to employees on job satisfaction. 

• To identify the impact of pay and career progression during COVID'19. 

 

https://economictimes.indiatimes.com/topic/COVID
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1.4iScopeiofitheistudyi 

 

Thisiresearchiisiaboutiemployeeisatisfactioni.Theiparameteriwhichihasibeenichosenitoiwatchiworkisa

tisfactioniinithisiresearchiareiemployeristability,iremuneration,iandigoodiconditions,iworkiflexibility

,isupervisoryihelp,icareeriprogressioniatiorganization.iThisiassessitheidegreeiofiemployeeiwelfareian

diemployeeisatisfactioniinitheiorganization.iAdditionally,itheimeasuresitoibeitakenitoidevelopiworkis

atisfactioniduringiCOVID'19iwithitheitargetithatitheiorganizationaliadversityicanibeireducedilaterion. 
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CHAPTERi2:iLITERATUREiREVIEW 

 

LiteratureireviewiisiaisignificantipartiinithisiresearchiwhereiIihaveiuseditoireviewiothers'iworkiandithe

idataiacquiredidependsionicontent,iforiexample,idiaries,iarticles,ipaper,iwebiandidifferentiexpectsitoir

eviewitheibasicipurposesiofiflowiinformationioniaispecificipoint.iToiputiitiplainly,ithisichapteridataigo

tiisiallioptionalisources. 

 

Narimawati,iS.E.,i(2007)istudiesioni“TheiinfluenceiofiworkiSatisfaction,iOrganizationaliCommitme

ntianditurnoveriIntension”iandiheifindsithatiemployeeisatisfactionieffectsitheiorganizationalicommit

mentiveryistrongly.i 

Sumita,(i2004i)istudiesioni“Effectsiofiorganizationalicommitmentioniproductivity”iandisheifindsithat

itheimainiobjectiveiofitheimanagementiisitoiincreaseitheiefficiencyibyigettingimaximizediproductivit

yiatitheiminimumicosti.However,imotivationiisiconsidereditoibeicrucialiforigoodiperformanceiwithie

mployeeisatisfaction.i 

Mitchell(1982), studies on “Relation between job performance and motivation” and finds that 

job performance are typically determined by the motivation to work hard and high motivation 

mean greater efforts and higher performance. 

Tung(1981),istudiesioni“PatternsiofiMotivationiiniChineseiIndustrialiEnterprises”iandifindsithatimot

ivationiisitheipushiemployeesitowardsiimprovediperformanceiandiincreasediproductivity.i 

Stoke(1999),imotivationiisiaihumanipsychologicalicharacteristicsithaticontributeitoiaiperson'sidegree

ioficommitment.i 

Dormanni&iZapf(2001),istudiesion     

Jobisatisfaction:iAimetaanalysisiofistabilities”iandiheifindsithatiEmployeeisatisfactioniisimoreirespo

nseitoispecificifactorsiofitheijob.iJobisatisfactioniisiplacediasiaicontroliconceptiiniworkiandiorganizati

onalipsychology.iAlthoughiinitiativelyiconvincing,iworkingiconditionsiasitheimajoricauseiofitheijobi

satisfactionihaveibeenichallenged.i 
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Sahnawazi&iJuyali(2006),istudiesioni"HumaniResourceiManagementiPracticesiandiOrganizationali

CommitmentiiniDifferentiOrganizations”ianditheyifindsithatiemployeeicommitmentiisiseeniasitheike

yifactoriiniachievingicompetitiveiperformance.i 

According to Armstrong (2009), companies looking to increase stability and retain long- term 

employees should strengthen employer employee relationships by creating trust and loyalty 

through a policy of internal promotion. Employee trust and loyalty can help the company to 

achieve its goals and gain long term market success. Some companies use promotion on merit as 

a means of motivating employees. Merit policy is a fair method that encourages employees to 

work harder and stay loyal to the company because they know that ultimately the reward will be 

a promotion to a higher position, leading to higher wages and greater status. The result is 

increased job satisfaction, better performance and further advancement. 
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CHAPTERi3:iRESEARCHiMETHODOLOGY 

 

Thereiareithreeisortiofiresearchiplan,iwhichiisiexploratoryiresearch,ieasyigoingiresearchiandigraphicir

esearch.iInithisiresearch,itheielucidatingiresearchiisiled.iByiutilizingienlighteningiinformationiwhichi

empoweritoiacquireidataiwithireferenceiforiresearch.iWeicaniknowiaigenerousisumiaboutitheiresearc

hiissueiandiobviouslyicharacterizesiwhatioughtitoibeiestimatedionithisiresearch.iQuantitativeistrategi

esiisibeingiutilizediinithisiinvestigation.iQuantitativeiresearchiproducesimeasurementsiusingiovervie

wiresearch,iutilizingistrategies,iforiexample,isurveys.iItiisiworriediaboutinumbersiandiinformationiw

hichiareihandilyimeasured. 

i 

Theiexplanationiofipickingispellbindingiresearchistrategyiisionitheigroundsithatibyiappropriatingipoll

s,iresearchersicanigatheridataifromianienormousiexampleiofipeopleiandiforitheimostipartisetiasideiless

ieffortitoifinishibyitheirespondentsiandimoderatelyieconomical. 

 

InformationiforithisiexaminationiwereigatheredifromitheiemployeesiwhoiworksiinitheiIndianiOrgani

zation.iToichooseitheiessentialifactorsioniEmployeeisatisfactionianditheiricriticalness,iaidiagramiisim

adeiandidriven.iTheitheoreticalimeaningiofidevelopiwasiembracedifromitheiliteratureioverview.iAiLi

kertiscaleipolliwasicreateditoioperationaliseieachibuildiinitheiorganization.iEachiquestioniwasiidentifi

ediwithiemployeeisatisfaction.iTheiutilizationiofidifferentiinquiriesiforieachibuildiexpandsitheiexactn

essiofitheigauge,icontrastediwithiapproachiofiutilizingiquestion.iAireview,icreateditoigaugeitheishow. 

 

Informationiwereiassembledifromitheireviewiappliediwithiemployeesiwhoiareiworkingiinitheidistinct

iveimodernisegmentiiniIndia.iAmongitheigatherediinformationi55iinformation,i53iwereidiscoveredip

alatableiforiinformationiinvestigation.iIntermittentimissingiinformationionifactorsiwereidealtiwithib

yisupplantingiwithitheimeaniworth.iOfi53ireactions,i84.6%iwereimaleiandi15.4ipercentiwereifemale.i

Ageiwasiunevenlyidisseminatedibetweenitheisections,iwithimostiofiemployeesi76%ibetweenitheiage

siofi20itoi30iyears.iAsiforiresidency,i46.2ipercentiexperiencedi0itoi2iwithitheiorganization. 
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3.1iDataiCollectioniMethodi 

 

Thereiareitwoikindsiofiinformationiwhichiareiessentialiinformationiandiauxiliaryiinformation.iInithisi

research,iquestionnaireisurveyiisibeingiutilizeditoiacquireitheiessentialiinformationiwhile,ithereiisilik

ewiseibeingiutilizediofioptionaliinformationiwhichiisigottenifromionlineidatabaseiwhichiwereiusefuli

toigetidataiwithirespectitoithisiresearchiinivariousiterritories.i 

 

3.1.1iPrimaryiDatai 

 

Primaryidataiisitheidataithatihasibeeniaccumulatedifromitheibeginningihanditoiconveyitoiexpressipubl

icizingiresearchiissue.iInithisiresearchiquestionnaireiisitheitechniqueiutilizediforigatheringiprimaryiin

formationiwhichihaveibeeniutilizeditoiaddressidiverseiresearchiquestionsianditoicreateitheoriesithrou

ghitheicriticismiofipertinentirespondentiareikepticarefullyiclassified.iInianyicase,itheiassortmentitimei

isilongianditheiassortmenticostiisn'tihigheritoicontrastiwithisecondaryiinformation.i 

 

3.1.2iSecondaryiDatai 

 

Inithisiresearch,isecondaryiinformationiwereigotteniasisupportingidataitoiadditionallyiupgradeitheilit

eraturesiandiresultsiclassifiediinithisiresearchipaper.iPerhaps,iailargeiportioniofitheidataiutilizediisifori

theimostipartiacquiredifromidiariesiandiarticlesisourcedifromiwebiindexes,iforiexample,iYahooiandiG

oogle,ionlineiinformationibasesiwhichiincludediEmerald,iGoogleiScholars.iOtherithanithat,idataiwasi

likewiseiacquiredifromiaifewiopenilibraries.i 

 

3.2iSamplingiDesign 

i 

Samplingiimpliesichoosingianiexampleifromipopulace.iSamplingiconfigurationiincorporatesifiveista

gesiwhichiareicharacterizingitheipopulace,idecideitheisamplingioutline,iselectisamplingimethods,ide

cideitheiexampleiestimateiandiexecuteitheisamplingiprocedure.iThisiassistanceitoirecognizeitheicertif

iediobjectiveirespondentsitoitakeipartiinitheisurvey. 
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3.2.1iTargetiPopulationi 

 

Theiobjectiveipopulationiofithisiresearchiisifromitheiemployeesiwhoiworkiinivariousienterprisesiinith

eiIndia.iThisiresearchisupporteditoiuncoveriwhichielementsihasitheinoteworthyiimpactiinitheiemploy

ee'sisatisfactioniandiemployee'siloyaltyiinitheiorganization.iMoreover,iitiisilikewiseihelpfulitoigatheri

informationiasithereiareirespondentsirequiredibyithisiresearchitoicirculateitheiquestionnaireiiniregion

siforitheiquestionnaireitoibeidisseminated.i 

 

3.2.2iSamplingiFrameiandiSamplingiLocationi 

 

Theisamplingiformatiforithisiresearchihasiachievedi53respondents.Thisiresearchidoesn'tijustiparticul

arlyibasedioniaisingleiget-

togetheriofipeople,iforiexampleibaseilevelilaborersiitiisiinilightiofitheifactithatiunmistakableiget-

togetheriofipeopleipossiblyihaveivariousimotivationitoidevoteditoitheiorganization.iTheitestingiterrit

oryiwasiarrangedifromidifferentispotiofiIndia.iTheiresearchiisilediinicityizonesibecauseiofiitigivesitheir

esearchitheimostinoteworthyiratesitoiarriveiatitargetipopulace. 

 

3.2.3iSamplingiElement 

 

Inithisistudy,itheirespondentsiofitheisurveyiwasifromitheiemployeesiwhoiworkiiniIndianiorganization.

iTheimotivationitoipickitheseirespondentsiisithatitheyihaveihighieffectitowardsiorganizationiperforma

nce.iSo,iitiisifundamentaliforiresearchitoiconcentrateionithoseiemployeesiandidiscoveritheiexplanatio

nisoiasitoiexpanditheiquantityiofiloyalty.iToikeepiupiaidegreeiofidependabilityionitheireactionsibyitheir

espondents,icertainishoppersiareinotibeenipickibecauseiofielements,iforiexample,iagei(foriexampleiati

theipointiwhenirespondentsiareiexcessivelyiyouthful,itheyiprobablyiwon'tihaveitheioptionitoicompre

henditheiquestionnaireiwell),itimeiaccessiblei(foriexampleiatitheipointiwhenirespondentsiareiiniairush

,itheyimayiessentiallyifilliinitheiquestionnaireiasiquicklyiasitimeipermits,igivingideceivingianswers). 
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3.2.4iSamplingiTechnique 

 

iInithisiresearchiventure,inon-likelihoodisamplingiwasiutilizediforithisisurvey.iNon-

likelihoodisamplingicomprisesiofiaccommodationisampling,icriticalisampling,iamounti10isampling,

iandisnowballisampling.iInithisisurvey,icomfortisamplingiisiutilizedionitheigroundsithatiitiisitheimosti

appropriateiandiableitoigetitestioficomponents.iTheicomfortisamplingiisitheimostiidealimethodsiforige

ttingitheidatairapidly,iease,iadvantageousiandiefficient.iAsitheioutcome,iresearchicanigatherihugeifini

shediquestionnaireiandidataiwithiminimalieffortiandilessitimeiconsuming.iItiisiadditionallyiviewedias

iaccessibleiandiclearisamplingifromidifferentikindsiofinon-likelihoodisamplingitechnique. 

 

3.3iResearchiInstrumenti 

 

TheiresearchiInstrumentithatiisibeingiuseditoiAccumulateisubtletiesiself-

coordinatediquestionnaire.itheiquestionnaireiisiAiFormalizedicourseiofiActioniofiInquiryiForigettingi

InformationifromiIncalculableirespondents.iquestionnaireiisiusediratherithaniotheriInstrumentitechni

queisinceiItiisiineligibleiinexertion,ifasteriwaysitoiidealiwithiAmassiInformationiAndiprogressivelyib

eneficial.itheiquestionnaireiwasimadeisubjectitoitheicomposingireviewiAndihasibeenicommunicatedi

InitheimainipageiofitheiquestionnaireithatiAllitheiInformationigaveiByitheirespondentiwillibeiremaini

privateiAndimystery.iAsisuch,iIticanilessenitheirespondentiInclination.iquestionnaireiwasiArrangediI

niEnglishilanguageisinceiItiisiAiwidespreadilanguageiAndiAicommonilanguageithatirespondentsiuse

ditoigiveiAndigrasp.i 

 

3.3.1iPurposeiofiusingiquestionnaire 

QuestionnaireihasibeeniusediAsiAiresearchiInstrumentisinceiquestionnaireiisiusuallyiplannediForihu

geimeasuresiofidata,iwhichiisisensibleiForiAiquantitativeiresearch.itheiquestionnaireiisitheiprimaryiIn

strumentiresearchiuseditoiAssembleitheifundamentalidataiForiresearchisinceiItiisiprogressivelyiInval

uableiAndicompellingistrategyiForigroupingibasicidata.iByiusingiquestionnaire,iItiAlloweditheiresea

rchiexpeditiouslyigotitheiresponseifromitheirespondents.iNotisimplyithat,iItiisinegligibleiexertionisto

odioutifromivariousisystemsiForirecuperatingiInformation.iAiquestionnaireiisiessentiallyiaistructured

itechniqueiforicollectingiprimaryidata.iItiisigenerallyiaiseriesiofiwritteniquestionsiforiwhichitheirespo
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ndentsihasitoiprovideitheianswersi(Belli1999).iWhileiauthorsisuchiasiKervini(1999)iofferiaiveryinarro

widefinitioniofiquestionnairesi(wherebyitheipersoniansweringitheiquestionsiactuallyirecordsihisiorihe

riownianswers),ideVausi(1996)iseesiaiquestionnaireiiniaimuchiwidericontexti(namelyiasiaitechniqueii

niwhichivariousipersonsiareiaskeditoiansweritheisameisetiofiquestions). 

Careihasitoibeitakeniinicreatingiaiquestionnaire;iOppenheimi(1996)icommentsithati‘theiabilityitoiwrit

eiplainiEnglishiwillihelp’,ibutithatithatiwillinotibeisufficient.iIfiaiquestionnaireiisiwellidesigned,iitiwill

imotivateitheirespondentsitoigiveiaccurateiandicompleteiinformation;iasisuch,iitishouldiprovideireliab

leiandirelevantidataiinireturn. 

Aiquestionnaireicaniserveiasianiinductiveimethodiwithitheiaimitoiformulateinewitheory,iwhereiopen-

endediquestionsiareiuseditoi‘exploreiaisubstantiveiarea’i(Gilli&iJohnsoni2001).iHowever,iotheriresea

rchersimayiuseiaiquestionnaireiasiaimeansioficollectingireliableidataiiniairatherideductiveiapproachiini

orderitoitestiexistingitheory.iAsiwillialsoibeishowniinitheicaseiofitheiotheritwoiresearchimethodsidiscu

ssediinithisipaper,iaiquestionnaireithusiallowsitheiresearcheritoiadoptieitherianiinductiveioriaideductiv

eiapproach,iorieveniaicombinationiofitheseitwo. 

Whenidevelopingitheiactualiquestionnaire,itheithreeimajoriquestion-

typesiavailableitoitheiresearcher,inamely: 

iOpenended:iTheyihaveitheiadvantageiofiofferingiaiwideirangeiofiresponsesithatihelpitoicaptureitheifl

avouriofipeople’sianswers,iwhileinotiinfluencingitheioutcomeiofitheiquestionibyipre-

determiningipossibleiresponses.iOnitheidownside,ianswersiareioftenidifficultitoievaluateianditenditoi

varyiiniclarityiandidepth; 

 

iDichotomousi(closedended):iTheyiareiusediforiquestionsiwithitwoipossibleiopposingioutcomes,ifori

examplei‘Yes’iandi‘No’.iTheyitenditoibeieasieritoiansweriandirequireilessieffortiwheniinterpretingith

eiresultsi-itheyiareidirectlyicomparableitoianswersibyiotherirespondents;iand 

 

Multichotomousi(closedended):iQuestionsiofithisitypeiofferiairangeiofipossibleianswers,isimilaritoiai

multiplechoiceitest.iAgain,itheyitenditoibeieasierionitheirespondentiandiequallyionitheiquestionnaire-

interpreterilaterion. 
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Ifiadministerediproperly,iquestionnairesicaniproveitoibeianiexcellentimethoditoiobtainiquantitativeid

ataiaboutipeople’siattitudes,ivalues,iexperiences,iandipastibehaviouri(Belli1999). 

Questionnairesiallowitheiresearcheritoigatheriaisignificantiamountiofidataiatirelativelyilittleicost.iQue

stionnaireidistributedibyiposticanibeiposteditoitheitargetigroup,ianditheilattericanichooseitoiansweriwh

eneveriitiisimosticonvenientiforithemi(Gilberti2001).iEmailiactsiasianotherideliveryichannel,iandicani

reduceicostsievenifurther. 

Ofitheitwoimainitypesiofiquestionnaires,idescriptiveiandiexplanatory,iquestionnairesiallowitheiresear

cheritoigatheridataieitheritoiexplainidifferentiphenomenaioritoiexplainicause-and-

effectirelationshipsibetweenidifferentivariablesirespectivelyi(Gilberti2001). 

3.3.2iQuestionnaireiDesigni 

 

HereiAreithreeisortsiofiInquiriesiwhichicanibeiusediInidrivingiIniAiresearchiIncludediopen-

completed,iclosecompletediAndiscalediresponseiquestions.iForithisiresearch,ishuticompletediInquiri

esiAndiscaleiresponseiquestioniisibeingiused.iopencompletediInquiryiwon'tibeiusediAsitheyiAreiplani

ForiexploratoryiresearchiAndiItirequiresimoreiorganizationiexertion.ifundamentally,itheiquestionnai

reiInvolvesithreeihugeizones,iwhichifuseiSectioniAi(respondentisegmentiprofile),iSectioniBi(estimati

oniofiAutonomousifactors),iAndiSectioniCi(estimationiofiwardivariable).iIniSectioniA,iweiAreiusingi

portioniInterrogatesithatinecessaryiconcerningisomeishortineariAndideariInformation,iForiInstance,is

ex,iAge,irace,iguidanceilevel,iAndiothers.iItiisiAcclimatediwithiperceptionionifragmentifeaturesiofith

eirespondent.iIniSectionibandiC,itheiInquiryiisiexpecteditoievaluateiAnditestitheifactorsithatiimpactisp

ecialistitoidevoteitoiorganization.iInithisii5icentersiLikertiscaleitoistructureiForitheiquestionnaire.iItiisi

usingitheiestimationiscaleiwithifiveiresponseiclassesirunningifromi"emphaticallyiDisagree"itoi"Uneq

uivocallyiAgree",iwhichiAnticipatesithatirespondentsishouldishowitheirileveliofisimultaneousnessiw

ithiAlliofiAimovementiofidecreeirelateditoitheiupdateiobject. 

 

3.4iMeasurementi 

 

TheifundamentalisizeiofiestimationiIniquestionnaireiisitheiIntervaliscale.itheiquestionnairesiAreiAski

ngiAicoupleioficomponentsithatiswayiemployeeiloyalty.iMoreover,itheiquestionnairesisimilarlyigetis
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omeidataiAboutitheicomponentiofitheiemployeeiloyaltyiAndiemployeeisatisfaction.itheiportrayaliwa

sifromiemphaticallyidissent,ideviate,iimpartial,iconcuriAndifirmlyiconcur.itheiquestionnairesiAreiiso

latediIntoi3iSectionsiwhichiAreiPartiA,iBiAndiC.isegmentiAihasi6iInquiriesiwhileiPartiBiAndiCihasi10

iInquiriesiwhichiAreiquestioniofitheiemployeeisatisfactioniAndiemployeeiloyalty.iBasiciofiPartiAn,i

AlliAreiIntervaliscale.iIntervaliscaleihasibothiostensibleiscaleiAndiordinalipropertiesiAnywayitheyim

oreoverigetiInformationiAbouticomplexitiesiInimeasuresiofiAithought.itheiIntervaliscaleiisiAiscaleith

atinotisimplyiorganizeiArticlesioridecisionsiAccordingitoitheiridegreesiyetiAlsoiperceivesitheimaster

mindedicourseiofiActioniIniunitsioriproportionateiInterval.iSuchiscaleiisiplanneditoiallowirespondent

sitoiexhibitihowiinsistentlyitheyiagree,ifairiorican'tiresistinegatingicarefullyicreateiclarificationsithatic

anirateitheirileveliofiloyaltyiwhileitheyiareitendingitoitheiinquiry.i 

Theirangesiofitheiscaleiare:iStronglyiDisagree,iDisagree,iNeutral,iAgreeiandiStronglyiAgree. 

 

3.5iDataiProcessingi 

 

Afteridataihasibeeniaccumulatedifromianioperatoritrailiofitheipopulace,itheiaccompanyingistageiisitoil

ookiatithemitoitestitheiresearchihypothesis.iRegardless,iweineeditoiensureithatitheidataiwereicareful,ic

ompletediandifittingiforiextraiexamination.iThusly,isomeimajoriadvancesiareioughtitoihaveibeenicom

pleted.iThisibeginningiadvanceiisidataichecking.iAlliquestionnairesiareiscreenediandicheckedibyirese

architoiseeiwhetheritheidataifromirespondentsiareisignificantiforitheiresearch.iFollowingistageiisidatai

coding.iInithisiexamination,icodingiisiusediinithisiportionifactors,iforiinstance,isexiwhichiconsigni1=

maleiandi2=ifemale.i 

 

Besides,iageirangeialsoibeingicodediasi(0=i20itoi30,i1=i30itoi40,i2=40itoi50,i3=abovei50),i 

Industryisectorsicodediasi(FMCG=0,iIT=1,iRetail=2,iElectronics=3,iothers=4).iSimilarly,iLikertisca

leidataiisialsoibeingicodediasi(StronglyiDisagree=0,iDisagree=1,iNeutral=2,iAgree=3iandiStronglyiA

gree=4)i 

 

Dataiisibeingieditediafterikeyediinistudy.iInformationialteringibargainiwithitheiidentifyingiandirevisi

ngioutlandish,iconflicting,ioriillicitiinformationiandioversightsiinitheidataireturnedibyitheimembersio

fitheiinvestigation.iForiinstance,iexceptionireactioniisiaiperceptionithatiisiconsiderablyiuniqueiinirelat

ionitoidifferentiperceptionsiwhichiareioutlandish.iIticouldicheckitheiscatteringiofiostensibleiasiwellias
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iordinalifactorsibyigettingileastiandimostiextremeiqualitiesiandirecurrenceitables.iDisperseiplotioribo

xiplotiareiacceptableitechniquesiforicheckingitheioutliers.iWhenirespondentsidon'ticomprehenditheii

nquiryioriansweriandiareireluctantitoireply,ioversightsiwouldihappen.iInithisimanner,ithereiwilliexclu

deithatisurveyiinitheiinformationaliindexiforiinvestigationiorisimplyidisregarditheicleariresponse.iLas

tiventureiofitheiinformationipreparingiisiinformationidecipheringioriinformationichange.iInformatio

nichangeiisiaiprocedureiofichangingitheifirstitypeiofiinformationitoianothericonfiguration.iThisistagei

hasibeingicompletediwheniresearchersicompletedicollectingitheiinformationiphysicallyiandiafterwar

dienterediiniintoiPCiasiautomatedidatabase.iThisiprogressioniisibasicisinceiinformationishouldibeicha

ngediintoiaistructureithatiisiincreasinglyiappropriateitoiperformiinformationiexaminationsiwhichiach

ieveditheiresearchitargets. 

 

3.6iDataiAnalysis 

i 

StatisticaliPackageiforiSocialiSciencei(SPSS)iprogrammingihasibeeniutilizediforidissectingiallitheiin

formationigathered.iStepsiofiSPSSiareiasifollowing:i 

 

•iMakingitheiinformationidocumenti 

•iCharacterizingitheifactorsi 

•iKeyiiniinformation 

•iRecodeitheiestimationiofitheivariable 

•iRegisteringianotherivariablei 

•iCondensingiinformation 

•iInvestigatingicontrastsibetweenitwoivariable 

•iInvestigatingiconnectionibetweenitwoivariablei 

•iExamineiexploratoryielementsi 

 

 

3.6.1iDescriptiveiAnalysisi 

 

Inithisiresearch,ifrequencyidispersioniissueditoiexamineitheisocioeconomicsiorigeneraliprofileidataio

firespondentiunderisectioniAiofisurvey.iForiexample,itoidistinguishitheirespondent'sigender,iage,iwor

kiunderstanding,iindustrialisectors. 
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3.6.2iScaleiofiMeasurement 

 

iTheisizeiofiestimationiinithisiresearchiisitoitestitheireliabilityiofitheireactionsiinipolls.iTheiresearchers

iutilizeitheiSoftwareiPackageiforiSocialiSciencesi(SPSSirenditioni23.0)iinithisiresearchitoidecideitheir

eliability.iReliabilityiisitheileveliofimistakeifreeiandiyieldisteadyioutcome.iThisisectioniportrayedithei

strategyiusesitoileaditheiresearchistudy,itestisize,iinformationiinvestigationisystemsianditheimoveme

ntiofifinishingitheiresearchistud.iTheiexaminingisizeiofithisiexaminationiisi54irespondentsifromitheie

mployeeiwhoiwereiinitheiIndianiorganization.iBesides,itheidevelopiofisurveyiisitalkediabout.iItiadditi

onallyitestsitheihypothesisibyiutilizingidifferentiregressioniandiPearsonirelationshipiandicoefficientie

xaminationiiniwhichiafterieffectiofitheistatisticaliinvestigationiwillibeideciphered. 
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CHAPTER4:iANALYSIS,iDISCUSSIONi&iRECOMENDATION 

 

4.0iIntroductioni 

 

Thisipartiwillioutlineitheisignificantimethodologyithatiwereiuseditoigatheridataianditoileadidetailistud

yionitheigatherediinformation.iAtithatipointitheiinformationiisibeingiexaminediandihandledibyiutilizi

ngiStatisticaliPackageisocialisciencei(SPSS)iprogramming.iThisipartibeginsiwithitheienlighteningiex

aminationiforitheifocusediionirespondent'sidemographiciprofileiandicentralitendencyiestimationiofid

evelops.iAtithatipointiscaleiestimationiisicreateditoigiveitheiafterieffectiofireliabilityitest.iNextiisitheii

nferentialiinvestigationiwithitheiPearsonirelationshipiexaminationiandithisiisitrailedibyitheinumerous

ilineariregressionistudy.iItiisiintendeditoilookiatitheiproposedihypothesisi(Relationshipibetweeniempl

oyeeisatisfactioniandiemployeeiloyalty). 

 

 

4.1iDescriptioniAnalysisi 

 

Sixiquestionsiwereiaskediunderitheidemographiciprofileisectioniiniquestionnaireiwhichiisiincludedith

einame,iage,igender,iworkiexperienceietc.i 

 

4.1.1iRespondent’siDemographiciProfilei 

 

4.1.1.1iGender 
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Figi4.1:iPieichartiofiRespondents’iGender 

 

Source:iFromitheiResearch 

Asiitiisishowniinitheifigurei4.1iabove,itheimajorityiareifemale,iwhichiconsistsiofi32ipeople(58.8%),iw

hereasitheimaleiconsistsiofi22ipeople(41.2%)iioutiofithei54irespondents. 

 

4.1.1.2iAgeiGroup 

 

 
Figi4.2:iPieichartiofiRespondents’iageigroup 

 

Source:iFromitheiResearch 

 

Accordingitoitheiaboveifigurei4.2,iitishowsithati(11.8%)ipeopleiareiinitheiageigroupiofi18-

21,i(50%)ipeopleiareifromi22itoi25iandi(32.4%)ipeopleiareifromi26-

35iageigroupiwhereasi5.8%iiareiabovei35iinithisisample. 
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4.1.1.3iIndustrialiSector 

 

 
 

Figi4.3:iPieichartiofiRespondents’iwhoiworkiinidifferentiIndustrialisectors 

 

Source:iFromitheiResearchi 

 

Asiitishowniinitheiaboveifigi4.3,i(23.5%)iworksiiniEducationisector,(8.8%)iworksiiniITisector,i(14.7

%)iworksiinitheimechanicaliandiengineeringiindustriesiandirestiworksiothersilikeidefense,ihriservices

,ihospitality,iFMCGietc. 

 

 

 

 

 

 

 

 

 

 



 

28 
 

4.1.1.4iWorkiexperience 

 

 
Figi4.4:iPieichartiofiRespondents’iworkiexperience 

 

Source:iFromitheiResearchi 

 

Fromiaboveifigurei4.4iitiisiclearlyiobservediithati(47.1%)ihaveilessithaniaiyeariofiworkiexperience,i(4

4.1%)ihavei1itoi3iworkiexperienceiandirestihavei4itoi6iworkiexperience. 

 

4.2iInferentialiAnalysisi 

 

Inithisiresearch,iinferentialiexaminationsiwereiutilizeditoidissectiandidecipheritheiexampleiinformati

onibyirunningihoweveriSPSSiwhichiareiPearsoniCorrelationsiCoefficient,iT-

testiandiLineariRegressioniAnalysis.iSubtletiesiofieveryioneiofitheitestingianditheioutcomesiwillibeiin

troducediasitheiaccompanying.i 

 

4.2.1iPearsoniCorrelationiCoefficienti 

 

Inithisistudy,iPearsoniCorrelationiCoefficientiwasiuseditoitestitheiindependentivariablesi(relationshi

piwithisupervisor,irecognitionsiandirewards,iworkingiconditionianditeamworkiandicooperation)iwith

itheidependentivariablei(Jobisatisfaction).iAiPearsonicorrelationiisiainumberibetweeni-

i1iandi1ithatidemonstratesitheidegreeitoiwhichitwoifactorsiareistraightlyirelated.iTheiPearsonirelation
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shipiisiotherwiseicalledithei"productimomenticonnectionicoefficient"i(PMCC)ioriessentiallyi"correla

tion".iWherei1iisiallioutipositiveistraightirelationship,i0iisinoidirecticonnection,iandi−1iisicompleteine

gativeidirecticonnection. 

 

Inithisiresearchithereiareimultipleiindependentivariablesiandijobisatisfactioniisitheidependentivariabl

e.iAsiinitheiPearsonicorrelationiisibeingiusediforishowingitheilinearirelationshipibetweenitheivariable

.iHereiasiitiisibeingiclearlyiidentifiediinitheifigurei4.6iinitheicorrelationitableitheivalueiofiPearsonicorr

elationiisi“0.337”,iwhichisignifiesithatithereiisihighlyipositiveicorrelationibetweenirelationshipiwithi

manageriandijobidissatisfaction.iAlsoiiticanibeiseenithatithereiisiainegativeicorrelationi"-

.037"ibetweeniflexibilityiandijobidissatisfaction.iThereiisihighlyipositiveicorrelationibetweenirelatio

nshipiwithimanageriandiclearicommunicationiaboutiCOVID'19. 

Correlations 

 

 

i[Iiaminotia

bleitoiconc

entrateioni

myiworkid

ueitoiCOV

ID'19] 

Comm

unicati

onifro

miman

agersi 

Tool

siand

ireso

urce

si 

Relati

onshi

piwit

hico-

work

ers 

Values

iofithei

compa

ny. Pay 

Careeripr

ogression

i 

Signific

antiflexi

bilityi 

Balancei

myiwork/

lifeidurin

githeilock

down 

Pearson

iCorrela

tion 

 

 

i[Iiaminotia

bleitoiconc

entrateioni

myiworkid

ueitoiCOVI

D'19] 

1.000 -.168 .071 .002 -.065 .255 .236 -.210 -.026 

 

Communic

ationifromi

managersi 

 

-.168 1.000 .294 .210 .531 .098 .113 .359 .626 

iToolsiandi

resources 

 

.071 .294 
1.00

0 
-.022 .162 .001 .083 .239 -.044 
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iRelationsh

ipiwithico-

workers 

.002 .210 
-

.022 
1.000 .444 .097 .263 .419 .083 

i 

Valuesiofit

heicompan

y 

-.065 .531 .162 .444 1.000 .422 .600 .637 .366 

i 

Pay 

 

.255 .098 .001 .097 .422 1.000 .640 -.133 .150 

Careeripro

gressioniati

theicompa

nyi 

 

.236 .113 .083 .263 .600 .640 1.000 .348 -.119 

Significant

iflexibilityi 

 

-.210 .359 .239 .419 .637 -.133 .348 1.000 .213 

Balanceim

yiwork/lifei

duringitheil

ockdown 

-.026 .626 
-

.044 
.083 .366 .150 -.119 .213 1.000 

 

Fig:i4.6iCoefficientiCorrelations 

 

4.2.2iHypothesisi 

 

Hoi=iThereiisinoisignificantirelationshipibetweenirelationshipiwithiSignificantiflexibilityiatiworkian

dijobidissatisfactioniduringiCOVID'19. 

 

H1i=iThereiisiaisignificantirelationshipibetweenirelationshipiwithiSignificantiflexibilityiatiworkiandij

obidissatisfactioniduringiCOVID'19. 

 

Fromitheifigurei4.6,icorrelationibetweeniSignificantiflexibilityiatiworkiandijobidissatisfactioniis 
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"-

.210",iwithitheigoalithatiisiainegativeirelationshipibetweenitheitwoifactors.iThisiimpliesithatiifitheiflex

ibilityiatiworkiincreasesithenijobidissatisfactioniwouldidecreaseiwhichiwouldieventuallyihelpitheiorg

anizationitoihaveimaxisatisfiediemployees.iTheiP-

valueiisi0.045iwhichiisiunderi0.05.iThusly,iweicanidemonstrateithatiH1iisiacknowledgediandithereiisi

aisignificantlyinegativeiconnectionibetweeniconnectionibetweeniSignificantiflexibilityiatiworkiandij

obidissatisfaction. 

 

 

4.2.3iRegressioniAnalysisi 

 

Regressioniexaminationiisiaigroundbreakingimeasurableistrategyithatipermitsiyouitoilookiatitheiconn

ectionibetweeniatileastitwoifactorsiofiintrigue.iWhileithereiareinumerousisortsiofiregressionianalysis,i

atitheiricenteritheyiallilookiatitheiimpactiofiatileastioneiautonomousifactorsioniaineedyivariable.iRegre

ssioniexaminationiisifundamentallyiutilizediforitwoiadroitlyiunmistakableipurposes.iInitially,iregres

sionianalysisiisigenerallyiutilizediforiexpectationiandidetermining,iwhereiitsiutilizationihasigenerousi

coveriwithitheifieldiofiAI.iSecond,iinicertainicircumstancesiregressioniexaminationicanibeiutilizeditoi

deduceicausaliconnectionsibetweenitheidependentiandiindependentifactors. 

MultipleiRegressioniAnalysis 

Multipleiregressionianalysisiisiaipowerfulitechniqueiusediforipredictingitheiunknownivalueiofiaivaria

bleifromitheiknownivalueiofitwoiorimoreivariables-

ialsoicalleditheipredictors.iMoreiprecisely,imultipleiregressionianalysisihelpsiusitoipredictitheivalueio

fiYiforigivenivaluesiofiX1,iX2,i…,iXk. 

DependentiandiIndependentiVariables.iByimultipleiregression,iweimeanimodelsiwithijustioneidepen

dentianditwoiorimoreiindependenti(exploratory)ivariables.iTheivariableiwhoseivalueiisitoibeipredicte

diisiknowniasitheidependentivariableianditheionesiwhoseiknownivaluesiareiusediforipredictioniareikn

owniindependenti(exploratory)ivariables. 

TheiMultipleiRegressioniModel 

Inigeneral,itheimultipleiregressioniequationiofiYioniX1,iX2,i…,iXkiisigiveniby: 
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Yi=ib0i+ib1iX1i+ib2iX2i+i……………………i+ibkiXk 

InterpretingiRegressioniCoefficients 

Hereib0iisitheiinterceptiandib1,ib2,ib3,i…,ibkiareianalogousitoitheislopeiinilineariregressioniequationia

ndiareialsoicallediregressionicoefficients.iTheyicanibeiinterpreteditheisameiwayiasislope.iThusiifibii=i

2.5,iitiwouldiindicatesithatiYiwilliincreaseibyi2.5iunitsiifiXiiincreasedibyi1iunit. 

Onceiaimultipleiregressioniequationihasibeeniconstructed,ioneicanicheckihowigoodiitiisi(initermsiofip

redictiveiability)ibyiexaminingitheicoefficientiofideterminationi(R2).iR2ialwaysiliesibetweeni0iandi1 

R2i-icoefficientiofidetermination 

Allisoftwareiprovidesiitiwheneveriregressioniprocedureiisirun.iTheicloseriR2iisitoi1,itheibetteriisithei

modeliandiitsiprediction. 

Airelatediquestioniisiwhetheritheiindependentivariablesiindividuallyiinfluenceitheidependentivariabl

eisignificantly.iStatistically,iitiisiequivalentitoitestingitheinullihypothesisithatitheirelevantiregressioni

coefficientiisizero. 

TheiappropriatenessiofitheimultipleiregressionimodeliasiaiwholeicanibeitestedibyitheiF-

testiinitheiANOVAitable.iAisignificantiFiindicatesiailinearirelationshipibetweeniYiandiatileastioneiofit

heiX 

 

ModeliSummaryb 

 

Mod

el R 

RiSq

uare 

AdjustediRi

Square 

Std.iErroriofithei

Estimate 

ChangeiStatistics 

Durbin

-

Watson 

RiSquareiC

hange 

FiCha

nge 

d

f

1 

d

f

2 

Sig.iFiCh

ange 

1 .54

0a 
.292 .166 .874 .292 2.319 8 

4

5 
.035 2.267 
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a.iPredictors:i(Constant),iHowi4iareiyouiwith...i[youripay?],ii[Iihaveibeeniprovidediwithitheitoolsian

diresourcesiIineeditoidoimyijob.],ii[Itiisieasyitoigetialongiwithimyicolleagues.],ii[Iihaveibeeniableitoib

alanceimyiwork/lifeiduringitheilockdown],i[IihaveisignificantiflexibilityiinihowiIidoimyijob.],ii[Ther

eiisigoodicommunicationifromimanagersitoiemployeesiduringilockdown],iHowi4iareiyouiwith...i[yo

uricareeriprogressioniatitheicompanyithusifar?],ii[Iirelateitoitheivaluesiofitheicompany.] 

 

b.iDependentiVariable:ii[IiaminotiableitoiconcentrateionimyiworkidueitoiCOVID'19] 

 

ANOVAa 

 
Model 

SumiofiSquare

s 

 

df 

 

MeaniSquare 

 

F 

 

Sig. 

 

1 

 

Regression 

 

14.170 

 

8 

 

1.771 

 

2.319 

 
.035 

  

Residual 

 

34.367 

 

45 

 

.764 

  

 Total 48.537 53    
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Coefficients 

Model 

Unistandard

izediCoeffic

ients 

Stand

ardiz

ediCo

effici

ents 

t Sig. 

95.0%iConfi

denceiInterva

liforiB Correlations 

Coilinearityi

Statistics 

B 

Std.i

Erro

r Beta 

Lowe

riBou

nd 

Uppe

riBou

nd 

Zero-

order 

Partia

l Part 

Tole

ranc

e VIF 

1 (Constant) 

 
2.005 .956  2.098 .042 .080 3.930      

Communication 

from managers 

 

-.493 .244 -.401 -2.020 .049 -.986 -.001 -.168 -.288 -.253 .399 2.509 

Toolsiandiresou

rcesi 

 

.291 .141 .299 2.060 .045 .006 .576 .071 .294 .258 .745 1.342 

Relationshipiwit

hico-workersi 

 

.156 .135 .169 1.155 .254 -.116 .427 .002 .170 .145 .736 1.359 

CoreiValues 

i 
-.161 .230 -.175 -.700 .487 -.625 .303 -.065 -.104 -.088 .251 3.985 

Careeriprogressi

oni 
.740 .263 .691 2.816 .007 .211 1.269 .236 .387 .353 .261 3.828 

 

Significantiflexi

bilityi 

 

-.498 .242 -.476 -2.057 .045 -.986 -.011 -.210 -.293 -.258 .294 3.400 

iBalanceimyiwor

k/lifeiduringithei

lockdown 

 

.524 .213 .507 2.467 .018 .096 .953 -.026 .345 .309 .373 2.683 

Pay -.189 .197 -.230 -.959 .343 -.586 .208 .255 -.142 -.120 .273 3.668 

a.iDependentiVariable:ii[IiaminotiableitoiconcentrateionimyiworkidueitoiCOVID'19] 

 

Figurei4.7iMultipleiRegressioniAnalysis 
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Figurei4.7ioverithatishowitheicorrelationicoefficient,iRi=.540,iitiimpliesithatithereiisiaipositiveirelatio

nshipibetweenitheiindependentivariablesiandidependentivariablei(jobisatisfaction).iTheiestimationiof

iRisquareiisi.292iwhichidemonstratesithati29.2i%iofitheifluctuationiinitheidependentivariablei(jobisati

sfaction)iisiclarifiedibyitheifreeifactors.i 

 

FiValueiiniRegression 

Basically,itheiftesticomparesiyourimodeliwithizeroipredictorivariablesi(theiinterceptionlyimodel),ian

didecidesiwhetheriyouriaddedicoefficientsiimproveditheimodel.iIfiyouigetiaisignificantiresult,itheniw

hatevericoefficientsiyouiincludediiniyourimodeliimproveditheimodel'sifit. 

Atialphai=0.05i,thisiregressioniisistatisticallyisignificantibecauseipivalue<0.05iwhichiisiequalitoi0.03

5. 

 

Hence,itheifreeifactorsiareiessentiallyiclarifyingitheichangeiinitheiemployeeiloyaltyiamongitheibackih

ouseistaffiiniindustry.i 

 

Tablei4.7iaboveishowithatitheiindependentivariables(icommunication,itoolsiandiresources,icareeripr

ogression,isignificantiflexibility,iwork-lifeibalance)ip-

valueiisilessithani0.05;iitiimpliesithatitheiindependentifactorsiisialtogetheritoianticipateitheidependenti

variablei(jobisatisfaction). 

 

4.3iDiscussion 

 

TheiresultsiofitheistudyihaveishownitheiimpactiofivariousifactorsionijobisatisfactioniduringiCOVID'1

9.iWithitheinecessaryilockdownsianditravelirestrictionsiacrossitheination,iiniorderitoicontainitheiCOV

ID'19ifromibecomingiaifullblownipandemic,ibusinessesiacrossitheiglobeihaveicomeitoianiabruptihalt,

iclingingicloseriintoiaiglobalirecession.iInitheseitryingitimes,icorporationsishouldivouchitoilookiafterit

heineedsiofitheiemployeesiinidistress.iAniHRiprofessionalishouldibringitheihumaneibackiintoitheiwor

kingsiofitheicorporations.iTheidecisionsitakenibyiHumaniResourcesiimpactitheilivelihoodiofitheiemp

loyees,ianditheientireiworkforceiiniainutshell.iThisiincludesitheiriabilityitoiearnimoneyitoipayiforiesse

ntialsilikeifoodiandihousingiamongiotheriexpenses.iAlliofitheseiareiatiairiskiforiaifewimonths.iTheiHu
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maniResourceidepartmentishouldiensureithatiallitheiemployeesihaveicapableiworkilaptopsitoicomple

teitheiridaytodayitasks.iEmployeesiareibecomingiconcernediaboutitheiworkingienvironmentiwhichii

ncludesiworkingihours,ijobisafetyi&isecurity,irelationshipiwithico-

worker,iesteemineedsianditopimanagementiasimentionediinithisistudy.i 

 

The regression analysis result showed that the independent variables( communication, tools and 

resources, career progression, significant flexibility, work life balance) impact job satisfaction of 

employees during COVID'19. As Kinzlietial. (2005) concluded that job satisfaction has positive 

relationship with opportunities provided to employees by the organization. 

 

iIniouristudy,iitihasibeenirepresentedibyiCareeriprogressioniwhichialsoihasiaisignificantirelationshipi

withitheijobisatisfactioni(Asicorrelationicoefficientivalueiwasi0.236iatipi<0.05).iBabini&iBolesi(1996

),iarguedithatisupervisoryisupportiandiworkeriinvolvementidecreasesitheiworkistressihowever;iitiisiih

elpfuliiiniiincreasingijobisatisfactioniandijobiperformance.iTheistudyishowedithatitopimanagementisu

pportiisinegativelyirelatediitoijobidissatisfaction(i-.168)iwithip<i0.05,howeverirelationshipiwithico-

workersidoesn’titurnioutitoiihaveiisignificantirelationshipiiwithitheiijobisatisfaction. 

   

Initheimoderniera,imanagementiofiworkforceihasibecomeimoreidifficultibecauseiemployeesiareihigh

lyiqualifiediiandiawareiofitheirirightsiwhileiworkingiinianiorganization.iTherefore,iitiisiimperativeitha

titheiorganizationsiidentifyitheineedsiofitheiriemployeesiandisatisfyithemitoiensureieffectiveiaccompl

ishmentiofiitsigoalsiandiobjectives.iGoodivirtualiworkingienvironmentiincreasesiemployeeiloyalty,iil

eveliofiicommitment,iefficiencyii&ieffectiveness,iproductivity,iiandialsoidevelopsiaisenseiofiownersh

ipiamongiemployeesiwhichiultimatelyiincreasesiorganizationalieffectivenessiasiwelliasireducesiproh

ibiticostiemergingiasiairesultiofidissatisfiediemployees. 

 

Humaniiresourcesiidepartmentsiicaniiplayiianiimportantiiroleiiiniimakingiiemployeesiimorei 

motivatediiandiiengagediibyiiimplementingiprogramsithaticanienhanceiperformanceiandi 

theiidesireiitoiacceptiipromotionaliichallengesiiHumaniiresourcesiidepartmentsiicaniiplayiianiimportantii

roleiiiniimakingiiemployeesiimoreimotivatediiandiiengagediibyiiimplementingiprogramsithaticanienhan

ceiperformanceianditheiidesireiitoiacceptiipromotionaliichallengesiwhichiiallowiiemployeesiitoiiexercis

eiihigherileveliiofiiskillsiiandiiresponsibilityiiiniitheiinewiposition. 
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iiiiii 

 

       4.4iLimitationiofitheistudyiiiiiiii 

iiiiiiii 
iiiiiii 

Duringitheiresearchicertainilimitationsiwereithere,isuchiasitheiavailabilityiofitimeitoiconductiires

earchiiforiiobtainingitheirequiredidata.iTimeiwasioneiofitheilimitationsifacediwhichihasirestrictedi

usitoiaddimoreiinformationiaboutitheiimportanceiofithisitopic.iAnotherilimitationiwasitheiaccessi

toidataithatiwasitoibeicollectedifromivariousiorganizations.iTheiinformationigatherediwasidifficu

ltitoiacquireisinceitheiemployeesiofisomeiorganizationsiwereihesitantitoishareitheiritrueiopinions.

iWeitookispecialicareiofitheiethicaliaspectirelateditoitheiresearchibyiensuringitheirespondentsithati

theiriresponsesiwillibeianonymousiandiconfidentialitoiwhichinoioneiwillihaveiaccess.iTheiissueih

asinotibeeniconsideredipreviouslyitherefore,inowifirmsihaveianiopportunityitoiutilizeitheiiinform

ationiifromiithisiiresearchipaperitoidesignitheirifutureilineiofiactionithaticanihelpithemiensureitheiri

long-termisuccess. 

 

 

         i 4.5iRecommendation 

iiiiii   

Thereiareiaifewiplansitoiimproveithisistudyitoiserveifutureiresearch.iInitheifutureiresearch,iitiough

titoiincludeimoreiextensiveigeologicaliterritoriesijustiasibiggeriexampleisize.iLikewise,itheisurve

ysioughtitoibeiconvertediintoidifferentilanguageisinceiIndiaicomprisesiofivariousiraces.iAndifurt

hermoreisurveyishouldibeigivenitoimaleiandifemaleirespondentsiequallyiforitheiridiscernmentiab

outitheiriworkiculture. 
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CHAPTERi5:iCONCLUSION 

 

IticanibeiconcludedithatithereiareiainumberiofifactorsithatiiimpactitheiJobisatisfactioniofiem

ployeesiasialsoigivenibyiMaslow'silawiofimotivationi.iBadiworkingiconditionsirestrictiemplo

yeesitoiportrayitheiricapabilitiesiandiattainifullipotential,isoiitiisiimperativeithatitheibusinesse

sirealizeitheiimportanceiofigoodiworkingienvironmentiduringitheilockdowniwhichicanibeiatt

ainedithroughigoodicommunicationifromimanagers,ibyiprovidingisignificantiflexibilityiatiw

ork,iprovidingithemiwithitheirequireditoolsiandiresources. 

 

Thisiresearchipapericontributesitowardsitheiwelfareiofiisocietyiasitheiiresultsicreateiawaren

essiaboutitheiimportanceiofivariousifactorsii.e.iselfiesteem,ibelongingness,icareeriprogressio

niforiemployeeijobisatisfaction.i 

 

Theistudyiimpactsiuponitheifutureiperformanceiofibusinessesibyitakingiemployeeiwelfarei

moreiseriouslyiwithinitheiriorganizationsitoiincreaseitheimotivationiandicommitmentilevelio

fitheiriemployees.iThisiwayitheiriworkiforceicaniachieveibetteriresults.iItialsoiensuresithatithe

iemployeesiiofitheiorganizationiwillihaveiitheieaseiofiworkingiiniaiirelaxediandifreeienvironm

entiwithoutiburdenioripressureithatiwouldicauseitheiriperformanceiitoiidecline.iiTheiiprogressi

thatiwillibeiachievediinitheibusinessiwillidirectlyihelpiitheieconomyiofiaicountryiasidevelopm

entalieffortsiiwilliincrease.iInisuchiconditions,itheicountryiwillibeiableitoihandleitheiiproblem

sicreatedidueitoiCOVID'19,iprevailingiasiitiwillibeiiniaistrongistateitoidealiwithithem.iTheiben

efitsiofiprovidingiaigoodiworkingienvironmentitoitheiemployeesiareiitremendousiforibothithei

organizationiandiitsiemployees. 

 

Suchiworkingienvironmentsiwhereiemployeesiareiimadeiaipartiofiitheioverallidecisionimak

ingiprocess,iibeingiigiveniflexibleiworkingihours,ilessiworkiload,iaiteamiworkiapproachiandiai

supportiveitopimanagementihaveipositiveiimpactionitheiperformanceiofiemployees.iThisilea

dsitoihighileveliofiemployeeijobisatisfactionithusimakingitheiemployeesimoreicommitteditow

ardsitheiribusiness,imoreimotivateditoiworkihardiandimoreiinclineditoigetihighiproductivityif

oritheirifirmsibenefitingitheirirespectiveibusinessesiinitheilongi run. 
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